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@ A One of the biggest hurdles
1 o : :
- In developing a new
2 | compensation systemisthe
I amount of change required
to properly support to new
= program.

High above the hushed crowd, Rex tried 1o remain
focused. Scill, he couldn't shake one nagging thoughe:
He was an old dog and this was a new trick.




fAn Important Persnective

Although Professional Compensation is a
promising part of improving teacher quality, it
IS only one piece of the puzzle. Professiona
Compensation systems done in isolation have
little chance of success. To iImprove teaching
quality, other aspects of teaching and Its
development must be addressed.




The“Teacher Quality” Puzzle

Rigorous Peer Assistance and
Preparation with Review, Induction &
Clear and Enforced Mentoring
Licensure Standards

Ongoing, Job-
embedded
Professional
Development

Evaluation Based on Competitive and
Professional Standards Professional
Compensation




A Word of Caution

How you communicate, both internally and
externally, will play alarge role in the success
of your program. Taketimeto carefully frame
your message by using appropriate language,
controlling the flow of information to avoid
misunderstandings, and using facts and sound

research.

Far and away, thisisthe number one migake in

the devel opment of performance pay plans



A Word about Base salary

Base sdary, aong with benefits, are the most important
parts of any compensation system--performance or
othewise. * The base pay structure must continueto
recognize the vaue of teaching experience. Smilarly,
pursuing extra education should be rewarded.

*Many criticize experience asafactor in determining ateacher’s
s ary and then express the concern that too many inexperienced
teachersare found in the lowed performing schools




The Easy Part

*Pay for Skills and Knowledge (I nput)
*Pay for Responsibility (Extra work)
*Pay for Student Perfor mance* (Output)

*Pay for student performance will require a
large restructuring of most school districts’

instructional support systems.



Quid Pro QuO

From the beginning, it Is important to stress
the point:

TheDistrict (or State) must not ask
teacherstolook at their financial interests
differently if the District (or State) isnot
willing to look at itsfinancial structure

differently.

In mog cases, thiswill need to be -
. dressed numerous times %




A Deal Breaker!

Performance Pay

Thistype of sygemlowersateacher’s o
\ standard of living. 9]
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\ Thistype of sysem doesnot lower a
teacher’ sgandard of living. %
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Strategic and Systematic

Developing a Strategic Process

Where you Where you
are today want to be
> >
A What you B ...will improve C
learn here... your outcomes

Createsthe Bassfor a Systematic Approach

Performance pay is a process, not an event.



The Importance of “Causal” Effect

Any plan mug make certain that teachersinfluence the metrics
In an undersandable and observable way. Teachersin
“variable’ pay plansmug see how their performance directly
effectsthe outcomes

X -_— Y

“What | did” “Thisisthe reault”

The importance of this“effect” goes beyond individual

need; it also isthe key to organizational growth.
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AFT's Badc...
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...For A Successful Program

*An Adequate Base Salary
*Sufficient and Stable Funding
*Credible, Agreed-upon Standards of Practice
*Support to Improve Professional Practice
*[Labor/Management Collaboration (“Trust”)
*Incentives Available to All Teachers
*Easily Understood Standards for Rewards
*Necessary Support for Program

Not in any particular order



individual Performance Pay
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Inter-rater reliability ishard
to manage and control.

PROS CONS
* Politically powerful * Difficult to develop
Has high loyalty by and measure
participants * Creates expanding
Relatively low cost expectations
Creates a group of * Concerns regarding
teacher leaders objectivity

Creates “false
positives” & “true
negatives”




Group Performance Pay

PROS CONS
* Widely accepted * Tremendous amount of
* More valid and work at front end
reliable metrics * Time-consuming
* Positive public assessment and reports
relations * Some teachers not “group

workers”
* Groups “adjust”

Academically aligned

Inter-rater reliability iIseager
to manage and control. plans
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combination Systems

PROS CONS
* Provide the most * Tremendous amount of
flexibility work to maintain
* Allow teachers to * Different parts of the
develop their “own plan can be in
program” competition
* Have high participant ° Time-consuming

satisfaction assessment and
reports




Swing to the Middle

The Teacher Compensation Pendulum

O
Focusing on
Focusing on Student Growth
Teacher Behavior Alone
Alone

\’/

A Balance



Yalue-Added Methodology

Using VAM as a Measure
of Individual Teacher
Effectiveness

Information in this portion of the presentation

Isadapted from thework of Dan M cCaffrey
at RAND, Henry Braun at ETSand Bob Linn

from the Universty of Colorado.




Ualue-Added Methodology

VAM has very high expectations

* VAM is extremely complex
* VAM recognizes that:
* schools and teachers contribute to growth

* achievement 1s dependent on non-educational
Inputs

VAM tries to separate educational inputs from
others (e.g., family or student background)




alue-Added Methodology

Diagram is Exaggerated for Effect

Change in Predicted Growth —_,




UAM - Random Error

Esstimated Teacher Effects, Grade 2 Teachers

@ 1 Adapted from
. Dan McCaffrey,
. . RAND 2004
8
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UAM - Random Error

Estimated Teacher Effects, Grade 2 Teachers

Estimated Teacher Effect
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J/AM - Random Error

* VAM is very sensitive to random errors

* Random error bars would cover over 40% of the
range
* Given 100 teachers, a teacher ranked 50" may
have an actual rank from 30 to 70

v’ Teachers at the extremes (above 90t or below 10t
percentile) have a 50% chance or greater of being
misclassified




AM - Systematic Error

Most, Teachers Not in Title 1 Schools Have
Estimated Effects Distinctly Above Zero
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UAM - Systematic Error

* VAM is sensitive to systematic errors

* Teachers m Title I schools are much more likely to
be considered below average

 Teachers in Title I schools are less likely to be
considered above average

* This effect 1s roughly one half of a standard
deviation

v' Estimated teacher effect can depend on the
characteristics of the students they teach
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UAM - The "Real” Issue

\ Thisdifference makes measuring
the effect of individua
“clasrooms’ subject to alarge
amount of error.

l

BN 24 Sudents

Amount of data Amount of data

used for school - used for teacher
wide effect effect
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Final Thought

Not research-based, but

*Combining student test scores and pedagogical
measures into a single decision tends to only provide
more waysto fall and jeopardizes innovative

programs and pedagogy.

*In my opinion, successful programs reward
different types of performance (i.e., student scores,
teaching skill) independently. Thisflexibility allows
programs to meet both the needs of the system and
the students.
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